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Abstract 
The data for this study was gathered from call-center workers in the province of Erzurum/Turkey. In this study, it is aimed to find 
out firstly the relationships between organizational cynicism, perceived job insecurity and turnover intention. As a result of the 
study, we found out that there are strong relationships among those concepts. The higher the level of organizational cynicism results 
in the higher level of perceived job insecurity and the higher level of turnover intention. Secondly, it is investigated whether the 
demographic characteristics of workers affect the levels of organizational cynicism, job insecurity and turnover intention or not. We 
observed that there were statistically significant differences between the levels of those concepts according to the demographic 
characteristics of workers.  
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1. Introduction 
Human resources are very important for today organizations particularly to gain competitive advantage in all over 
the world. Strategic asset of any organization is its workforce because it plays an important role in formulating and 
implementing organizational strategy. Human resources are considered to be vital for an organization to achieve its 
objectives by enabling the organization to implement its competitive advantage. For human resources management, it 
is a challenging issue to retain its workers and their efforts to contribute to the organizational goals. In this point of 
view, beside many organizational concepts, organizational cynicism, job insecurity and turnover intention are valuable 
to study.  
 
In this study we investigate the relationships between organizational cynicism, perceived job insecurity and 
turnover intention. The study begins by a literature review of those concepts and then will go on to development of 
hypotheses. Research methodology, research model and analyses results will take place at second section. The results 
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of the analyses will be discussed and recommendation will be provided for managers and academician at the last 
section. 
 
2. Literature Review 
2.1. Job Insecurity 
Job insecurity is a vital concern for both employees and their organizations. During 1960s and 70s, job security was 
regarded as a motivator. But Greenhalgh and Rosenblatt (1984) defined job insecurity as a “perceived powerlessness 
to maintain desired continuity in a threatened job situation”. They further maintained that job insecurity is based on 
the individual’s perceptions and interpretations of the current work environment. De Witte (2005) expresses job 
insecurity as the position between employment and unemployment and it refers to workers who feel threatened with 
unemployment. It is said that in such a situation workers begin to give negative reactions (Sverke and Hellgren, 2002).  
 
There are similar definitions in the literature. According to Davy et al (1997) job insecurity is one’s expectations 
about continuity in a job situation. Rosenblatt and Ruvio (1996) describe job insecurity as an overall concern about the 
future existence of the job, while Heaney et al. (1994)  state as an employee’s perception of a potential threat to 
continuity in his or her current job. 
 
Sverke, Hellgren and Näswall (2006) explain the consequences of job insecurity as below: 
 
- Frustration and stress: Work provides individuals with income, social contacts, opportunities for personal 
development and a more structured life. If someone feels his needs threatened by a perceived insecure 
employment situation by losing his job, he will be frustrated and will experience stress because individuals 
have strong desire for stability about their structured life.  
- Stress reactions: Uncertainty and ambiguity about job will lead to stress experiences. Stress experiences go 
with stress reactions, which can be described as somatic, psychological, and behavioral.   
- Health-related consequences: Job insecurity has been participated to several different health-related 
outcomes. Many studies have explained that job insecurity is negatively related to employee well-being.  
- Attitudinal consequences: Job insecurity has been found to be related to a number of attitudinal reactions. The 
most commonly researched context is job satisfaction and it reveals that employees who felt insecure 
about their future of job were more dissatisfied compared to employees who perceived their future of job 
situation as more secure.  
- Behavioral consequences: An employee who feels insecurity about his job situation shows a variety of 
behavioral reactions in an organization. One of them is employee’s less inclination to remain in the 
organization, this means job insecurity may lead to higher levels of turnover intention. This is so important 
for managers to keep qualified workers in the organization as they may more easily find a new job and are 
more likely to quit if they feel job insecurity. Employees’ performance may also be affected by their feel 
about job security. 
 
It is recommended that organizations can take measures to prevent the most negative impact of job insecurity from 
occurring by providing accurate information, enhancing communication, supplying retraining for alternative 
employment, and training their employees in how to cope with the stress created by job insecurity. Managers should 
be aware of whether their subordinates suffer from job insecurity or not. Effective organizational communication can 
be a useful weapon against job insecurity. 
2.2. Turnover Intention 
Human resources department is facing the challenge of retaining the employees in the organization to achieve 
organizational goals. On the other hand employees look for safer and secure work conditions. If they have negative 
concerns about this subject they may intent to leave the organization. Turnover intention can be defined as how long 
an employee wants to stay in an organization (Ahmad, et al, 2012). Intention to turnover shows an individual’s 
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perceived probability of staying or leaving in an organization (Cotton and Tuttle, 1986). Tett and Meyer (1993) 
describe turnover intentions as a conscious and deliberate willfulness to leave the organization.  
 
Employees are the most valuable resource of an organization. It is very important for management to understand 
employee’s needs in order to implement the business plan effectively. Workforce turnover is considered a sticky 
phenomenon that causes problems for business. Losing the qualified workforce leads to reduction on quality, 
productivity, innovation and competitiveness. Furthermore, turnover causes significant cost in the recruiting and 
training the new employees (Abbasi et al., 2008) 
 
Turnover intention can be either voluntary or involuntary. Voluntary turnover occurs when the employee makes the 
decision to leave on his own. Usually, voluntary turnover intention occurs when the employee perceives another 
opportunity as better than his current position. This includes more pay, more recognition or a more convenient 
location. It can also occur when the employee has to leave for health or family reasons. If an employee plans to 
voluntarily retire from a position, that's voluntary turnover intention, too. On the other hand, involuntary turnover 
intention is a measurement of whether the organization in question plans to remove an employee from a position, 
causing the turnover. This can happen if an organization isn't happy with an employee's job performance and chooses 
to fire him. It also happens when a business has to eliminate positions due to economic pressures or downturns in 
business. In general, turnover creates monetary and structural stress on the organization it occurs within, especially 
voluntary turnover. At least with involuntary turnover, the organization can make preparations to reduce losses. To 
reduce turnover intention, organizations can offer strategic compensation packages especially with emphasizing 
performance and tenure. Also, employee-centric businesses tend to have fewer turnovers because the staff feels like it 
has a voice and the company values its contributions (Price and Mueller 1981). 
 
2.3. Organizational Cynicism 
In 1989, Kanter and Mirvis, in their book The Cynical Americans, said that 43% of American workers were 
cynical. Cynical workers show lack trust in management, believe that their company takes advantage of them, and feel 
that they are treated unfairly at work. Mirvis and Kanter (1991) have taken a sociological approach to cynicism. They 
claim that "cynicism is one way people cope with an unfriendly, unstable, and insecure world". According to them, 
employees who are insecure about their jobs in an unstable economic environment develop self-protective defenses 
such as searching for ways to gain advantage in their company, losing trust in management, and competing with their 
coworkers. In this point of view, cynicism is a coping strategy because it provides individuals with justification for 
their self-serving behavior. 
 
Dean, et al, (1998) describes organizational cynicism as a negative attitude toward one’s employing organization, 
comprising three dimensions: (1) a belief that the organization lacks integrity; (2) negative affect toward the 
organization; and (3) tendencies to disparaging and critical behaviors toward the organization that are consistent with 
these beliefs and affect. 
 
There are different types of cynicism such as social cynicism, employee cynicism, civil servant cynicism, work 
cynicism and organizational cynicism. Organizational cynicism is a negative attitude towards the organization where 
one works, which has cognitive, affective and behavioral dimensions. Cynical workers toward their organization 
believe that fairness, honesty, and sincerity are sacrificed to the self interests of managers (Abraham, 2000). Research 
evidence shows that organizational cynicism has some undesirable consequences both for the organization and the 
individual. Some of these undesirable outcomes include apathy, resignation, hopelessness, distrust of others, 
disillusionment, poor performance, and burnout (Andersson, 1996; Dean et al., 1998). For the organization, 
organizational cynicism is usually associated with a range of negative consequences such as lower organizational 
citizenship behavior, (Dyne and Graham, 1994), lower motivation (Wanous et al., 1994), and emotional exhaustion 
(Maslach, 2001). Organizational cynicism is also related to lower job satisfaction and higher job dissatisfaction. 
Organizational commitment is also negatively associated with organizational cynicism (Abraham, 2000). 
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Cynicism can be observed in terms of turnover intention by the employees because cynical workers believe that 
their management team has a lack of interest towards them and use them only to take the advantage in market (Eaton, 
2000). Employee turnover intention may be influenced by organizational cynicism because cynical workers want to 
quit the organization (Shahzad and Mehmood, 2012).  The organizational cynicism is one of the most obvious 
contributors to turnover (Tett and Meyer, 1993).The higher the cynicism in the organizations, the higher the turnover 
intention of employees or vice versa. 
 
3. Research  
3.1. Research Goal and Hypotheses 
The main objective of this study is to find out the relationships between organizational cynicism, job insecurity and 
turnover intention of workers. Then it is aimed to investigate whether the demographic characteristics of workers 
affect the levels of organizational cynicism, job insecurity and turnover intention. The model of our research is shown 
in Figure.1.  
 
In this context these hypotheses are developed: 
 
H1: There is a positive relationship between the level of organizational cynicism and job insecurity 
 
H2: There is a positive relationship between the level of organizational cynicism and turnover intention 
 
H3: There is a positive relationship between the level of job insecurity and turnover intention 
 
H4: The levels of organizational cynicism, job insecurity and turnover intention differ according to demographic 
characteristics of workers 
 
Figure1. Research Model 
3.2. Sample and Data Collection 
To test the hypotheses, a field survey using questionnaires conducted on 130 call-center workers in the city of 
Erzurum located in the Eastern Anatolia/Turkey. The questionnaire consists of two sections. First section includes 
questions related to the demographic characteristics of workers. Second section includes 21 items using 5 Likert-Type 
Scale (1=very low to 5=very high). 3 items are related to turnover intention yielded an r=0.65 Cronbach Alpha, 4 
items are related to job insecurity yielded an r=0.71 Cronbach Alpha, and 14 items are related to organizational 
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cynicism yielded an r=0.87 Cronbach Alpha. The Cronbach Alpha values indicate that the scales used in this survey 
are reliable. 
 
To measure turnover intention, the items developed by Cammann et al (1983) were used. We used DeWhitte 
(1999)’s scale to measure the job insecurity. Finally, a scale developed by Brandes (1997) was used to measure 
organizational cynicism. This scale consists of three dimensions called as cognition (5 items), affect (6 items) and 
behavioral (3 items). Organizational cynicism is a negative attitude including the three dimensions developed by a 
person to his organization, namely; cognitive, affective, and behavioral structure of the cynical construct. The 
cognitive dimension of organizational cynicism is the belief that organization lacks honesty and transparency. The 
affective dimension of organizational cynicism refers to the emotional reactions to the organization. The behavioral 
dimension of organizational cynicism refers to negative inclinations. 
 
Data obtained from questionnaires was analyzed through the SPSS 16 statistical packet program. Descriptive 
statistics such as frequency, percentage, mean and standard deviation, for relationships co-relation coefficient and for 
classification t-test and one-way anova were applied to analyze the collected data. Only observed statistically 
significant differences were tabulated. 
 
3.3. Findings  
Table1 shows the demographic characteristics of the workers. 33.1% of the sample is female and the rest is male. 
When we examine Table1 in terms of academic qualification, it can be seen that the great proportion of the sample 
graduated from university. More than half of workers are under the age of 25 years. 33.1% of them explained that they 
are in their first workplace while about the same proportion explained as the second. 59.2% of workers have been 
working in their current workplace up to 5 years. This means a great number of employees seem new in their 
organizations. 
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Total  130 100 
 
In order to find out the relationships between organizational cynicism, job insecurity and turnover intention of 
workers, we calculated Pearson Correlation Coefficients for collected data. Table2 shows statistically significant 
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Table2. The Relationships between Organizational Cynicism, Job Insecurity and Turnover Intention (Pearson Correlation Coefficient)  
  Job Insecurity Turnover Intention Organizational Cynicism 
Job Insecurity 
Pearson Correlation 1 ,560** ,372** 
Sig. (2-tailed)  ,000 ,000 
Turnover Intention 
Pearson Correlation  1 ,489** 
Sig. (2-tailed)   ,000 
Organizational Cynicism 
Pearson Correlation   1 
Sig. (2-tailed)    
**. Correlation is significant at the 0.01 level (2-tailed). 
 
There are very strong and positive relationships between three variables. This means the higher the level of 
organizational cynicism, the higher the level of job insecurity and the higher the level of turnover intention. These 
findings support our first three hypotheses (H1, H2 and H3).  
 
Eaton (2000), Shahzad and Mehmood (2012), and Tett and Meyer (1993) found similar results in their studies as 
the higher the cynicism in the organizations, the higher the turnover intention of employees or vice versa. 
 
De Witte (2005) and Sverke and Hellgren (2002) expresses that if workers feel they are threatened with 
unemployment, they begin to give negative reactions. On the other hand Dean, et al, (1998) describes organizational 
cynicism as a negative attitude toward one’s employing organization. In the light of these explanations, it can be said 
that it is reasonable to observe a positive relationship between organizational cynicism and job insecurity.  
 
Staufenbiel and König (2010) declare in their study that job insecurity led to reduced work attitudes and this causes 
a reduction in performance and an increase in absenteeism and turnover intentions. They advise managers who believe 
that increasing job insecurity is a practicable motivation strategy should be warned not to overlook that the effects of 
job insecurity are predominantly negative. Maonu, et al (2014) suggests that an insecure worker redirects his/her 
remaining energy towards considering other job alternatives, possibly along with increased turnover intentions. They 
found in their study that turnover intention is likely to be one coping response when an employee’s current job is 
threatened. All these are parallel to our findings as there is a positive relationship between turnover intention and job 
insecurity. 
 
To compare the scores of scales according to the age of respondents, one-way ANOVA test applied to the collected 
data. We tabulated only observed statistically significant differences. After the application of the test, we observed a 
significant difference for turnover intention. Table3 indicates the comparison of turnover intention according to the 
age of respondents.  
 
Table3. Comparisons According to Respondents’ Age (one-way anova test) 
 Age  Frequency Mean Difference (LSD test) F p 
Turnover Intention 
Up to 25 years 70 2.92 The mean of more than 
35 years old workers 
differs from others 4.032 0.020* 
25-35 years 47 3.03 
More than 35 years 13 2.21 
Total  130  
* p<0.05  
 
Table3 shows that the workers older than 35 years have lower intention to quit their current job. Samad (2006) and 
Randhawa (2007) also found that there is a negative relationship between age and turnover intention. This result might 
occur because of the level of experience and expectations of the workers. Young workers might have high 
expectations and are ready to try different job opportunities while old workers choose stability.  
 
To compare the scores of scales according to the academic qualification of respondents, t-test applied to the 
collected data as there are two groups (high school and university). We tabulated only observed statistically significant 
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differences. After the application of the test we observed a significant difference for job insecurity. Table4 indicates 
the comparison of job insecurity according to the academic qualification of respondents.  
 
Table4. Comparisons According to Respondents’ Academic Qualification (t-test) 
 Academic Qualification  Frequency Mean t p 
Job Insecurity 
High School 47 2.97 
2.666 0.009* University 83 2.55 
Total  130  
* p<0.05  
 
Table4 indicates that the workers graduated from high school have higher perception of job insecurity than the 
workers graduated from university. This means less education causes more job insecurity perception. Less educated 
workers might think that if some workers would be quitted from the organization, he/she was highly probably going to 
be one of them. Bustillo and Pedraza (2007) found in their study held in some European Countries that the higher the 
educational level the lower the perception of subjective job insecurity. If someone has a higher educational level, 
he/she fears the less potential even of losing a job because he feels himself more confident to deal with the 
consequences. More educated workers should have more resources to struggle changes in the labor market and their 
real situation is likely to be better. 
 
To compare the scores of scales according to the number of workplace of respondents, one-way ANOVA test 
applied to the collected data as there are four groups. We tabulated only observed statistically significant differences. 
After the application of the test we observed a significant difference for behavioral dimension of organizational 
cynicism. Table5 indicates the comparison of behavioral cynicism according to the number of workplace of 
respondents.  
 
Table5. Comparisons According to Respondents’ Number of Workplace (one-way anova test) 
 Number of Workplace  Frequency Mean Difference  F p 
Behavioral Cynicism 
1st  43 3.45 The mean of workers 
whose current 
workplace is 1st is 
differs from others 
3.870 0.011* 
2nd  44 2.87 
3rd 21 2.85 
More than 3 22 2.89 
Total  130   
* p<0.05  
 
When we analyzeTable5, we observe that the workers whose current workplace is their first workplace have more 
cynical behaviors than others. As mentioned above the behavioral dimension of organizational cynicism refers to 
negative inclinations. Naus (2007) sorted some consequences of affective and behavioral cynicism mentioned in the 
literature such as a decrease in organizational commitment, motivation and job satisfaction,   an increase in suspicion, 
distrust and contempt of the organization and other forms of psychological disengagement and detachment. 
 
This finding of our study might occur because of less experience. As these workers are new at work life, they might 
not have enough reference workplaces to compare. They also might have higher expectations and their organizational 
commitment level might be lower.  
 
The findings related to comparisons partially support hypothesis 4 (H4). 
 
4. Conclusion   
In this study, we basically try to find out the relationships between organizational cynicism, job insecurity and 
turnover intention of workers. Then it is aimed to investigate whether the demographic characteristics of workers 
affect the levels of organizational cynicism, job insecurity and turnover intention.  
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As a result of the study, we found out that there are strong and positive relationships between these variables. 
Today, there are many threats for organizations in competitive business environment. To survive longer, organizations 
have to utilize their human resources.  In this point of view, job insecurity, turnover intention and organizational 
cynicism are vital issues for organizations as they affect workers’ feelings, attitudes and behaviours, and also 
performance.  
 
Cynicism in the workplace can lead to high turnover and low job satisfaction. Workers with low morale often have 
higher rates of absenteeism, increased stress levels and are not as productive as those with positive attitudes. 
Management intervention and improved employee relations can help create a workplace where cynicism does not 
thrive. These can be useful to managers to reduce the cynicism in the workplace such as involving and empowering 
employees, asking for feedback, managing morale and sharing information. 
 
There are very vital consequences of job insecurity both for a worker and his/her organization. By reducing 
unpredictability and uncontrollability, the negative consequences of job insecurity could be prevented or at least 
minimized. Three ways are recommended in which this can be achieved: By communication, by participation in 
decision making and by increasing organisational justice. Insecurity is fostered by a lack of communication about 
future events but explicit and open communication is effective in reducing insecurity. Open, honest and early 
communication increases the predictability and controllability of future events. Such a communication also increases 
the perception that one is respected as a member. Participation in decisions also decreases insecurity. By participating, 
workers increase their control over the situation. Participation in the decision-making process also raises the 
predictability of events. Communication and participation also strengthen the perception that workers are treated fairly 
by the management. Some other variables suggested which could mitigate the negative impact of job insecurity on 
well-being. Social support by family and colleagues can play such a role.  
 
Workforce is the most valuable resource of an organization. Losing the qualified workforce leads to reduction on 
quality, productivity, innovation and competitiveness. Furthermore, turnover causes significant cost in the recruiting 
and training the new employees. What can be done to avoid the negative consequences of turnover in an organization? 
Jacobsen (2013) suggests a dozen tips on how a manager can slow down the revolving door at his/her company. These 
can be string as 1)hiring the right people, 2)firing the people who do not fit, 3)keeping compensation and benefits 
current, 4)encouraging generosity and gratitude, 5)recognizing and rewarding employees, 6)offering flexibility, 
7)paying attention to engagement, 8)prioritizing employee happiness, 9)making opportunities for development and 
growth, 10)cleaning up performance reviews, 11)providing an inclusive vision and 12)demonstrating and cultivating 
respect. 
 
As we conducted the survey to call-center workers in the province of Erzurum, the data is limited to this sample. 
Further researches can be applied in different organizations, provinces and also countries to generalize the findings. 
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